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How Far Have we Really Come?

Home sellers can discriminate who they sell to
Right to segregate neighborhood

Favor laws against intermarriage

Whites negative

racial attitudes Blacks should go to separate schools

Whites born with more ability

i E——,,———— I ——————_,—,,— 2020
Civil Rights Act 1964, Voting Rights Act 1965,
Fair Housing Act 1968 Source: Trends in Racial Attitudestitute of Government and Public Affairs, University of lllinois
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How Far Have we Really Come? (cont.)

\\
CALLBACK

Blacks need to apply for 36%
more jobs to get the same
number of callbacks as Whites,
Hispanics need to apply for
24% more jobs.

Source: Lincoln Quillian.
Northwestern University. 2017.
Meta-analysis of field experiments
shows no change in racial
discrimination in hiring over time
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Persistence of Racial Discrimination in U.S. Hiring

IPR sociologist Lincoln Quillion finds hiring discrimination in the United States has not declined over time

The researchers conducted
a meta-analysis of:

yAl

studies of hiring
discrimination
since 1990

Whites receive

36%

more callbacks than
African-Americans
on average.

Relative callbacks (White/African-American)
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Trends in hiring discrimination against African-Americans over time

Trend for studies from:

1990-2015

In locking at the relative
callbacks received by whites
and African-Americans, the

researchers find “striking

stability in discrimination
against African-Americans”
5] from 1990-2015.
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How Far Have we Really Come? (cont.)

Percent of Workers in Management
U.S. Firms, 1971-2018
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Private-Sector Employers with 100 Workers (60M workers in 2011)

===White Men
==/ sian Men
===White Women
== A s1an Women
===]_atinx Men
===Black Men
=== atinx Women
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Harvard University, Systemic
Inclusion October2021
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Chances of being
managers at any level
6% for Black men and
7% for Hispanic men,
almost no progress in
40 years.
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How Far Have we Really Come? (cont.)

Representation by level, by race,'% of employees

8 (5] B 6 B 6  18% of workforce

Hispanic/Latino 11

employees =~ 18 " “ I 6% of workforce
13 7
| 15 - - 3
Asian empluyees
Other employees
of color®

White vzt 60% of workforce

employees

Black
employees

Source: McKinsey Race in the
Workplace 2021
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Frontline Frontline Entry Manager Senior VP?  SVP* Executive Board
(hourly) (salary) level manager of directors

1B 13% of workforce

!June 2020 snapshot, aggregated data across 23 companies. 2Other employees of color include Native Hawaiian or Pacific Islander, Indigenous (eg, Aboriginal,
First Nation, Native American), and people who identify as two or more races. *Vice president. *Senior vice president.

Source: Participating company data set; Race in the Workplace report, 2021; McKinsey analysis (more explanation of analysis methodology discussed in the A
technical appendix); average representation calculated as an unweighted average of representation by demographic group at participating companies
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Racism (negative ideas about; they are inferior )
Prejudice (negativef eel i ngs toward;) I donot

Discrimination (negativeact i ons against ;) |
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Deepen Understanding of Racial Inequity

L¢Q{ .LDD9w ¢I!b |
RACISM o

(prejudice, discrimination)

— / Structural Structura
Racialization DlsadvantageAdvantag

THE RACIALIZED — /\ /
SYSTEM A .

Jobs and Income l
Social 4= HOUS'”tg
network egregation
Educatio
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he Raclalized System produces and sustains

racial inequities with or without Racism.

S
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16000s»w Virgini

RACIALIZATION

1865
Reconstructiol

Post Slavery
and Civil War
Black 1870 U.S. Census
Codes White, Black, Mulatto,
Chinese, Indian
1910
exclusionary
1896 U.S. zoning

Supreme Court/ ="~ by cities

separate but
equa| = 1905

racial restrictive

POLITICAL c¢ovenants HOUSING
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RACIALIZATION

process of structuring society with people classified by racial
categories, establishing raciatgroups(identify belong to)

and outgroups(identify others belong to), social practices and
becoming a racialized system.

Segregated
public facilities

<2
Segregated &

housing and
schools gpycATION

RACISM

policies and practices throughout a society that
intentionally harm (e.g. deny, exclude) a racial

group.

A\
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Politics shapes everything.

But some groups are opol it

S
n Making Racial Equity Standard Operating Procedure Racial Equity Group



Evidence from the Political Structure

2019: Demographics of Political Power

o REFLECTIVE
R DEMOCRACY

OF COLOR CAMPAIGN

4%

US Census

At 30% of the population, White
men hold 62% of elected offices at
the local, state, and federal level

WOMEN
OF COLOR

I =

MEN
OF COLOR

7%

MEN
OF COLOR

Throughout this report, with the exception of "In America's Big Cities, Women Are Making Mayoral Inroads, ' our
findings refer to data at the federal, state and county levels. Additional data on cities is available at Whol eads.Us.
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place (where you live)matters,

In a racialized society,place is linked to race

S
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Evidence from the Housing Structure

Black-white segregation in US metro areas
2013-2017*

@
Milwaukee (79.8) :
® ) ‘: Boston (65.0) vs. (80) in 1980

at BROOKINGS
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Las Vegas (39.5) & )
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B Metropolitan Policy Program

to be fully integrated with whites across metropolitan neighborhoods

5 > O O 3 7 Measuring Segregation
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frall BT
T2
£= ¢ * SImetroareas with populations exceeding one million and with black populations exceeding 3 percent of metro
.Ef E g population (metro area names are abbreviated)
Er~o « Segregation Index is a the dissimilarity index which represents the percent of blacks that would need to relocate
5 O
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'5) fa’ < Avalue of 100 indicates complete segregation; a value of O equals complete integration (See values for all metro
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areas and further details in Table A). P
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Evidence from the Housing Structure (cont.)

Blacks and Hispanics live in
neighborhoods that are
majority Black and Hispanic.

Asians live in neighborhoods
that are majority White and
Asian.

Whites most segregated of all
racial groups, living in
neighborhoods that are 71%
White
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